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Abstract7

The Nigerian banking sector is germane to the growth of the nation?s economy and several8

reforms over the years have orchestrated merger and acquisition. The marriage of convenience9

occasioned by the banking consolidation exercise of 2005 by the Central Bank of Nigeria10

(CBN) led to dilution of ownership and fusing together banks with different goals, objectives11

and ideology. These have led to rebranding, cultural disharmony, and uncompetitive12

behaviours which were considered not suitable for the new direction. Crosssectional research13

design was adopted and primary data collated. The research instrument was validated and14

reliability was carried out using the Cronbach alpha analysis. A sample size of four hundred15

and seventy three (473) was determined using Roasoft sample size calculator. The result16

revealed that organizational culture significantly affected the corporate competitiveness of the17

surveyed banks. The study variables organizational culture (B =0.929, R2 = 0.619, p < 0.05,18

F(1,455) = 738.509), government regulations (B =0.710, R2 = 0.691, p < 0.05, F(1,454) =19

106.413). This study concludes that an organization?s culture as influenced by government20

isvital in the discussion of corporate competitiveness of merged red organizations. The study21

recommends that the regulatory bodies should in future take into cognizance the cultural22

differences in bringing together banks with different ideology (culture) together.23

24

Index terms— organizational culture, government regulations, corporate competitiveness, merged money25
deposit banks, central bank of nigeria.26

1 Introduction27

he Nigerian banking sector is germane to the growth of the nation’s economy and reforms were implemented to28
strengthen its service delivery over the years. The outcomes of the reforms have led to marriage of convenience29
occasioned by the banking consolidation exercise of 2005 by the Central Bank of Nigeria (CBN). The reforms30
technically targeted dilution of ownership, recapitalization, consolidation through which and fusing together of31
banks with different goals, objectives and ideology occurred. The effect of the aforementioned was evident in32
corporate governance issues change of ownership internal operational crisis in the banking industry. The crises33
have led to rebranding and rightsizing of staff considered not suitable for the new direction.34

The market place and the universal nature of the banks have narrowed the competitive stage to few products,35
market, and niches. The constant monetary changes by government have reduced return on equity to investors36
banks have also devised ways of selling the brand which is an attempt to differentiate and gain a better share of37
the market as well as staff loyalty. Available statistics appeared to indicate that most of the banks that merged38
during the consolidation exercise of 2005 have either been acquired or under the management of the Central39
Bank of Nigeria. Others that are still competitive have dropped from the position they were immediately after40
the merger to lower places when it comes to the ranking of banks in Nigeria. This situation has become more41
worrisome even though some of the consolidated banks were larger in terms of share capital and liability after42
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4 B) CORPORATE COMPETITIVENESS

the consolidation exercise. It is therefore important to know what has led to the inability of the merged banks to43
compete efficiently while the stand-alone banks have done well. Hence, the paper linked such banks’ competitive44
to their varying organizational culture.45

Organizational culture constitutes a set of beliefs/values and social anthropology have seen it as a framework46
for understanding behaviors, team orientation, innovativeness, quality of service . The bundle of values (Schein,47
1985) assist leadership in goal setting, expected behavior, correction, and rewards which motivate committed48
workers to a common set of core values, belief and assumptions (Chilla, Kibet, & Douglas, 2014;Denison, 1984).49
Thus, organizational culture consists of values (Schein, 1985), beliefs (Hofstede, 2002), and assumptions affecting50
thoughts and behavior of people in an organization ??Hitka, Vetrakova, Balazova & Danihelova, 2015). The51
assumption from the foregoing scholars is that organizational culture influences the processes, outcomes and52
direction of individuals and organisations to enhance their significance and relevancy (Hafit, Asmuni, Idris &53
Wahat, 2015). Organisations with strong corporate culture are presumed to be more successful than those with54
weak corporate culture ??Stacho, Stachová, 2013;, this situation is more amplified by the Nigerian banking system55
mergers of 2005.56

Banks’ competitiveness emerges from different sources and several reasons could explain why some could57
achieve success and others failure. Some scholars (Hofstede 2002;& Porter, 2008Schein, 1985) see this from58
misalignment of their organisational culture with the internal and external environmental factors as observed by59
Odiakaose (2018). The lapses associated with merged banks ’organisational culture in Nigeria include conflicting60
interest of organisational executives (Maseko, 2017; and weak integration in focus of the newly formed banks.61
This observation has led to managerial ineptness, liability of newness, poor commitment, unexpected internal62
strife and crisis, which in some cases have abruptly terminated existence due to insider abuses, poor quality63
services and weak supervisory structures (Flores, 2013).64

The conventional frightening uncertainty that confront newly merged banks is organisational change which65
demonstrate as instigator of fear, anxiety and discontent. This is evident in the number of inter and intra-66
organisation conflict that breeds team disorientation, weak integration, poor service delivery that create negative67
image for the banks (Kercini, 2013). Although, many merged banks in Nigeria have organisational culture,68
they do not possess organisational dynamic capabilities that organisational culture provides. The culture of69
such merged banks was created without infusing cultural capability that is needed to leap-frog during transition70
of merger. This does not enable employee’s innovation, staff involvement, and openness to change, teamwork,71
morale, customer service and trust making such banks competitively not ready and unsustainable in Nigeria72
(Hafit, Asmuni, Idris & Wahat, 2015).73

However, events has shown over time, that though the top three banks in terms of share capital after the74
mergers were (Union, Intercontinental and UBA), the reverse is the case as at December 2016 (Zenith, GTB and75
First bank) using the same indices. This cursory observation prompted the need to investigate how merged banks76
could achieve competitiveness through their organizational culture. The work is structured thus; introduction,77
literature review, methodology, presentation of findings, conclusion and recommendation.78

2 II.79

3 Literature Review a) Organisational Culture80

Organizational culture consists of values, beliefs and standards affecting thoughts and behavior of people in81
an organization (Hitka, Vetrakova, Balazova & Danihelova, 2015). Park, Ribeire and Schulte (2004) defined82
organizational culture as the shared, basic assumptions that an organization learns while coping with the83
environment and solving problems of external adaptation and internal integration that are taught to new members84
as the correct way to solve those problems. Organizational culture influences all the processes and outcomes85
related to individuals and the overall organization that enhances its significance (Hafit, Asmuni, Idris & Wahat,86
2015). Organisations with good corporate culture are usually more successful than organisations with lack of87
corporate culture inasmuch employees appreciate the same values and standards of behavior (Stacho & Stachova,88
2013).89

4 b) Corporate Competitiveness90

Competitiveness is a location’s unit cost level, driving companies’ ability to compete successfully on global91
markets (Ketels, 2016). In other words, competitiveness is a firm’s capability to contest favorably among92
other competing firms and become successful in local and international markets. Further, Competitiveness is a93
location’s productivity level, driving the standard of living the individuals in that location can sustain (Aiginger,94
2015). ??orter (1990) defines competitiveness as the ability of a given firm to successfully compete in a given95
business environment. Similarly, Lall (2001) defines firm competitiveness as the ability of a firm to do better than96
benchmark companies in terms of profitability, sales, or market share. Further, Buckley, Pass and Prescott (1988)97
consider competitiveness to be synonymous with a firm’s longrun profit performance, its ability to compensate98
employees and generate superior returns for shareholders. In line with these definitions, this study will focus on99
the financial performance of a firm to measure its competitiveness. In general, the existence of good financial100
performance suggests that the firm is doing better in terms of competitiveness since profitable opportunities101
result in higher production and sales (Elif, 2016).102
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Corporate competitiveness can be defined as the ability of a firm to design, produce and market products103
greater than those offered by competitors (Ambastha & Momaya, 2004). Corporate competitiveness is described104
as the strength of an organization in comparison with its competitors (Carayannis & Campbell, 2012).Villanova,105
Zinkhan and Hyman(2000) describes corporate competitiveness as the capacity of an organization to innovate106
key internal and external relationship for reputation and strategic assets. For an organization to achieve107
corporate competitiveness, the organization/entrepreneur must be able to manage its internal firm factors,108
external environment and the influence of the entrepreneur/ organization itself (Porter & Ketels, 2003).109

5 c) Government Regulation110

Government regulations on banks are known as financial regulations which are the laws that have been put in place111
by the state to govern financial institutions (Agborndakaw, 2010). The Financial Times (n. d.) have a similar112
definition and describe regulations as laws that govern the activities of all financial institutions. Agborndakaw113
(2010) says that these regulations aim at maintaining orderly markets, licensing the providers of financial services,114
enforcing applicable laws as well as prosecuting cases of market misconduct, protecting clients and investors and115
promoting the stability of the financial system. These regulations are promulgated by government regulators as116
well as international groups.117

A nation regulates the banking sector to stabilize the financial and to ensure monetary control, money supply118
and stability of prices, equal competition and pro-consumer competition in the market for financial services119
(Szpringer 2001). The literatures (Santos 2001;Matthews & Thompson 2007;Llewellyn 1999) mention two basic120
reasons underlying the introduction of banking regulations namely: the need to ensure that both particular121
financial institutions and the whole financial system are sound and safe and the need to protect customers122
(mainly depositors). The main issue within structural regulations is the provision of a so-called safety network to123
protect the banking system (or, generally speaking, the financial system) against crises or, should they materialize124
anyhow, to manage them and moderate their impacts, and to reduce systemic risk. However, the introduction125
of banking regulations brings on at least two types of distortions (Freixas & Rochet, 2007) the availability of a126
safety system may encourage bank managers to get involved in riskier operations and if some types of banking127
business are not regulated, the government may decide to introduce banking regulations for reasons other than128
the safety and soundness of the sector, e.g. some form of direct taxes (for instance obligatory reserve) or an129
obligation that banks subsidy some of their products.130

Implementing financial regulations is a major challenge for many countries especially the EMEs but in the131
long run they contribute to the strengthening of banking systems (Sinha, Kumar & Dhal 2011). Some aspects132
of regulation can be oriented towards these countries achieving their development objectives without having133
to sacrifice prudent regulation and financial sector stability considerations. In other to find out if regulations134
influence the growth of commercial banks or not, Sinha et al. (2011) further state that there is a lack of unanimity135
among economists on how relevant finance is to the growth of an economy. Typically, one would expect regulations136
to improve efficiency and lower any risk of a financial crisis. Many critics have argued that regulations interfere137
with the efficiency of the market while those advocating for regulation like Sinha et al ??2011), have argued138
that if regulations are well designed and managed then they can make markets more efficient and equitable in139
terms of their outcomes. Mwega (2014) concluded that regulations in the financial sector have strengthened the140
banking sector over the last ten years, in terms of customer service, products offered, profitability and stability.141
Gudmundsson, Kisinguh & Odongo (2013) found that there is a positive relationship between capital regulation142
and the improved performance of banks and financial stability. The various studies show that there is a lack of143
clarity on what the true impact of regulations is. Therefore, the study hypothesized that: Government regulation144
has no significant moderating effects on the relationship between organisational culture components and corporate145
competitiveness of selected merged deposit money banks in Nigeria.146

6 Empirical Review on Organisational Culture, Government147

Regulation and Corporate Competitiveness148

In order to ascertain the relationship between regulation and the financial performance of commercial banks,149
Vianney (2013) and Barth, Caprio and Levine (2002) affirm that regulations have no impact on the financial150
performance of financial institutions. Furthermore, there is a negative association between restricting the151
activities of a bank and its performance and stability as compared to when banks could freely diversify into152
other financial activities. Contrary to this, studies have indicated that, regulations have led to an increase in153
profitability, there is a positive relationship supporting the evidence that capital regulation does improve the154
performance of banks and financial stability. The regulations lead to increase in the value of loans outstanding,155
total assets, profit and shareholders’ equity of banks. Hence regulations do have a positive impact on the156
profitability of commercial banks. There is also a positive relationship between corporate governance, the stability157
and good performance of a bank ?? (Rose et al., 2008), the strength of the relationship between organisational158
culture and CCP is different between cultures. The organisational culture in the developed countries is advanced159
and better than the ones in the developing countries. The scarcity of research that has been conducted in160
developing countries has motivated the researcher to look deeper into the relationship between organisational161
culture and CCP in developing countries. One of the previous works on the relationship between organisational162
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9 IV. DATA PRESENTATION, ANALYSIS AND FINDINGS

culture and CCP was undertaken by ??ordon and DiTomaso (1992) which showed that the strength of culture and163
its adaptability but not stability is likely to predict the companies’ performance in the short term. Further research164
by O’Connor ??1995) showed that organisational culture plays an important role in deciding the adequacy of165
budget involvement in reducing role ambiguity. Subsequently, Ogbonna and Harris (2000) affirmed that the166
relationship between the four culture dimensions and performance is not consistent. Specifically, the competitive167
and innovative cultural traits were reflected in performance. The competitive and innovative cultures, which are168
critical to the external situations, have a positive effect on performance. This finding provides some support for169
the argument that the organisational culture is vital to sustainable competitive advantages. However, the culture170
should be flexible with the external predicaments.171

Furthermore, the community and bureaucratic cultures are directly reflected with the companies’ performance.172
The negative relationship between the bureaucratic culture and performance also suggests that bureaucratization173
decrease the short-term profitability and hinder the long-term growth, which effects the survival of the company.174
Meanwhile, trying to investigate how organisational culture became common, and how it influences real175
organisations, Sadri and Lees (2001) posit that effective culture should be appropriate with the employee values176
and be harmonious with the environment in which the company works. Additionally, the authors recommended177
that organisation must evaluate and classify their organisational culture in order to consider the effect of that178
culture in their employees’ productivity and morale. Finally, they argued that organisations form their cultures179
to their benefits in enhancing their employees’ experience at the workplace and enhance their own returns.180
Similarly, Flamholtz (2001) argued that there is a statistically important link between organisational culture181
corporate competitiveness. The author concluded that the organisational culture is important to the success182
of the management and the profitability in the company. Similarly, Ojo (2010) argued that the organisational183
culture plays a significant role in the companies’ public performance. This is because the organisational culture184
positively influences the level of employee’s commitment to the aims of the company.185

7 III.186

8 Methodology187

The paper adopted a quantitative approach with emphasis on using the descriptive survey design. This design188
was considered in order to investigate the relationships that exist among variables of the research. A sample189
size of four hundred and seventy three (473) was determined using Roasoft sample size calculator. The research190
instrument was adapted from existing studies with six-point scale that solicited responses from strongly agreed191
to strongly disagreed. The research instrument was validated and reliability was carried out using the Cronbach192
alpha analysis. Data were collected after the reliability of the questionnaire established and out of the four193
hundred and seventy three (473) distributed, 458 copies were retrieved and judged usable. Data was analyzed by194
inferential statistics (regression analysis) using the Statistical Package for Social Sciences (SPSS).195

9 IV. Data Presentation, Analysis and Findings196

Four hundred and seventy three questionnaires were distributed to employees. Four hundred and fifty eight197
copies of questionnaire were retrieved indicating a ninety-six point eight response rate. From Table 1, the paper198
revealed that majority of the respondents are male (56.1%), are between the ages of 31-35 years (28.8%), possess199
BSc/HND certificates (53.7%), were middle management employees (62.2%) and have spent between 6-15 years200
in the banks (52.0%).201

The thrust of the paper was to establish the power of organizational culture on competitivenss and the202
moderating role of government regulations among merged banks.Table 2 illustrates the regression summary of203
the moderating effect of government regulations on the relationship between organizational culture and corporate204
competitiveness in the selected merged deposit money banks in Nigeria. The results in Table 3 and 4 show three205
stages of the analysis. The first stage is the direct effect of organizational culture and corporate competitiveness206
which showed a significant result (p<0.05, R 2 =0.619). The R 2 shows that about 61.9% of the variance in207
corporate competitiveness is as a result of changes in the organizational culture while the remaining 38.1% is as a208
result of other factors not captured in the model. Also the second stage is the direct effect of government regulation209
on corporate competitiveness which showed a significant result (p<0.05, R 2 =0.691) and also shows that about210
69.1% of the variance in corporate competitiveness is as a result of changes in the government regulation.211

However, the third stage which involved the interaction between government regulation and organizational212
culture on corporate competitiveness showed an insignificant result (p>0.05, R 2 =0.692). The R 2 after213
the interaction changed from 0.691 to 0.692 which showed a difference of 0.001which is highly insignificant.214
Therefore, government regulation does not significantly moderate the relationship between organizational culture215
and corporate competitiveness, instead organizational culture does affect competivitiess.216
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11 Discussion218

Having measured the moderating effect of government regulation on the relationship between organizational219
culture components and corporate competitiveness, the results of hypothesis seven test were in agreement with220
the findings of Poskiene (2006) note that the study of politics and public administration has for many years been221
intimately concerned with the question of what features are the most sensible and illuminating for comparing222
one state with another. They contend that typically the key features identified are structural, functional and223
cultural. The first two categories encompass how the apparatus of the state is organized, the nature of the political224
system and approaches to governance and accountability. Some research works that relate organizational culture225
and company’s competitive performance (CCP) have been conducted in developed countries. The results are226
mixed and inconclusive (i.e. positive, negative and no relationships) (Booth & Hamer, 2009;Naranjo-Valencia et227
al., 2016;Rose et al., 2008). According to Rose et al., (2008), that the strength of the relationship between228
organizational culture and CCP is different between cultures. The organizational culture in the developed229
countries is advance and is better than the ones in the developing countries. The scarcity of research that230
has been conducted in developing countries has motivated the researcher to look deeper into the relationship231
between organizational culture and CCP in developing countries.232

One of the previous works on the relationship between organizational culture and CCP was undertaken by233
Gordon and Ditomaso (2012) which showed that the strength of culture and its adaptability but not stability is234
likely to predict the companies’ performance in the short term. Further research by O’Connor ??1995) showed235
that organizational culture plays an important role in deciding the adequacy of budget involvement in reducing236
role ambiguity. Subsequently, Ogbonna and Harris (2000) affirmed that the relationship between the four culture237
dimensions and performance is not consistent. Specifically, the competitive and innovative cultural traits were238
immediately reflected in performance. The competitive and innovative cultures, which are critical to the external239
situations, have a positive effect on performance. This finding provides some support for the argument that the240
organizational culture is vital to sustainable competitive advantages. The culture should be flexible with the241
external predicaments.242

However, the dominant administrative culture also represents a key distinguishing feature. They describe this243
as the expectations the staff of an organization have about what is normal and acceptable in that organization.244
The law is in the background rather than the foreground and civil servants are regarded as simply citizens who245
work for government organisations, not some special cadre with a higher mission to represent the ’state’. Of246
course in practice the administrative cultures of states evolve. Many states have shifted away from a highly247
legalistic form, but towards something other than a straightforward public interest model. The Netherlands,248
Finland and Sweden all fall into this third category.249

The legal underpinnings of the administrative system are considerably less significant in each of these countries250
than they were in the past but the notion of state remains important a final point of consideration with regard251
to administrative cultures is perceptions with regard to reform. comment that ’a good deal of the rhetoric252
associated with public management reform vividly contrasts the new with the old. The name given to the old253
-that against which the modern, reformed public sector organization stands out as superior -is usually something254
like ’traditional bureaucracy’. Certainly, there has been a widespread trend across OECD countries for several255
decades to introduce management techniques associated with the private sector, widely referred to as ’new public256
management.257

However, as noted by Peter, Abeland Twesige (2000), ’concern has been raised that management techniques258
associated with new public management will conflict with the attitudes, values and culture within public sector259
organisations’. ??andit (2004) expand on this point when they comment that ’it is not that the negative features of260
the ’traditional model’ are fantasies, with no basis in reality. However, it is a long and unjustified leap from there261
to the idea that governments are now able to move, without significant loss to a new, modern type of organization262
that avoids all of the problems of the past. They conclude that ’each country is different (though there are some263
groups and patterns) and within each public domain, individual sectors have distinctive organizational cultures264
of their own. The idea of a single, and now totally obsolete, ancient regime is as implausible as the suggestion265
that there is now a global recipe which will reliably deliver ’reinvented’ governments.266

In order to ascertain the relationship between regulation and the financial performance of commercial banks,267
Vianney (2013) and Barth, Caprio and Levine (2002) affirm that regulations have no impact on the financial268
performance of financial institutions. Furthermore, there is a negative association between restricting the269
activities of a bank and its performance and stability as compared to when banks could freely diversify into270
other financial activities. Contrary to this, studies have indicated that, regulations have led to an increase in271
profitability, there is a positive relationship supporting the evidence that capital regulation does improve the272
performance of banks and financial stability. The regulations lead to increase in the value of loans outstanding,273
total assets, profit and shareholders’ equity of banks. Hence, regulations do have a positive impact on the274
profitability of commercial banks. There is also a positive relationship between corporate governance and the275
stability and good performance of a bank (Mwega, 2014;Gudmundsson, Kisinguh & Odongo, 2013;Mureithi,276
2012;Otieno, 2012).277
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13 CONCLUSION

12 VI.278

13 Conclusion279

The paper concludes by showing that an organizations culture as influenced by government is a significant factor280
to be considered in corporate competitiveness of the organization especially during mergers as shown by the281
Nigerian banking sector. This study adds more to the knowledge and understanding on organizational culture282
and corporate competitiveness. Drawing from the resource based theory; this study provides explanation for the283
existence of firm specific assets and capabilities that are important to the preparation of firm strategy and with284
organizational change that comes with mergers in the banks to achieve competitive advantage and sustainability.285
The dynamic capability theory shows that the organizational processes by which resources are utilized to create286
growth and adaptation within changing environments and permit the renewal and reconfiguration of a firm’s287
resources due to cultural change during mergers affects their competitiveness and growth. Also, positive or288
negative organizational culture during organisations merger can lead to sustainable competitive advantage if the289
resource base created is not imitated over a long period of time and the rent are sustained which thereby influences290
and organisations competitiveness. The theories have been used to explain specific areas of organizational culture291
and how they are indicators for corporate competitiveness.292

The paper recommends that the CBN should in future take over ailing banks, manage them and sell to293
avoid bringing together banks with different ideology (culture). In some cases, the CBN should consider294
outright liquidation of some ailing banks as mergers only prolong the process of liquidation. In addition, in295
formulating policies, Government should ensure that they are in line with international practices to enable our296
banks to compete internationally. Corporate mergers though supposed to strengthen the banks fortunes and297
competitiveness if not well managed leads to weaknesses in the banks hence it is recommended that strict ethics298
and guidelines be followed by banks during the freezing, change and unfreezing stages of the banks operations.
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1

Demographic and Personal Information Population of Respondents
Variable Information Frequency (N) Percentage

(%)
Gender Male Female 257 201 56.1 43.9

Below 25 years 50 10.9
25-30 years 124 27.1
31-35 years 132 28.8

Age 36-40 years 70 15.3
41-45 years 66 14.4
46-60 years 16 3.5
OND/NCE 55 12.0

Educational
Qualification

BSc/HND MSc/MBA 246 131 53.7 28.6

OTHERS 26 5.7
Top Management 79 17.3

Job Rank Middle Management 285 62.2
Lower Management 94 20.5
Below 5 Years 129 28.1

Length of Ser-
vice

6-15 Years 16-25 Years 238 66 52.0 14.4

26-35 Years 25 5.5

Figure 2: Table 1 :

2

Year 2019
Volume XIX Issue IV Version I
( )
Management and Business Research

[Note: A]

Figure 3: Table 2 :
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13 CONCLUSION

3

Model Unstandardized Coefficients Standardized
Coeffi-
cients

T Sig.

B Std. Er-
ror

Beta

1 (Constant) Organisational
Culture

0.102 0.927 0.147
0.034

0.787 0.699
27.176

0.485
0.000

(Constant) -0.191 0.135 -1.413 0.158
2 Organisational Culture 0.710 0.037 0.603 19.077 0.000

GOVERNMENT REGU-
LATION

0.284 0.027 0.326 10.316 0.000

(Constant) 0.113 0.269 0.420 0.675
3 Organisational Culture

GOVERNMENT
REGULATION

0.629 0.195 0.072
0.073

0.534
0.224

8.717
2.662

0.000
0.008

OC_GREG 0.023 0.017 0.155 1.306 0.192
a. Dependent Variable: Corporate Competitiveness

V.

Figure 4: Table 3 :

8



[Poskiene ()] , A Poskiene . Organisational Culture and Innovations. Engineering Economics 2006. 46 (1) p. .301

[Annuals Report and Statement of Account for the year ended 31st ()] Annuals Report and Statement of Ac-302
count for the year ended 31st, 2005. Central Bank of Nigeria303

[Santos ()] ‘Bank capital regulation in contemporary banking theory, Financial Markets’. J Santos . Institutions304
& Instruments 2001. 10 (2) p. .305

[Barth et al. ()] ‘Bank Regulation and Supervision: What Works Best?’. J Barth , G Caprio , R Levine . National306
Bureau of Economic Research Working Paper No 2002. 9323 p. .307

[Szpringer ()] Bezpiecze?stwo system bankowego. Konkurencja czy wspó?praca ?, W Szpringer . 2001. Warszawa:308
Twigger.309

[Ambastha and Momaya ()] ‘Competitiveness of firms: review of theory, frameworks, and models’. A Ambastha310
, K Momaya . Singapore Management Review 2004. 26 (1) p. .311

[Flores ()] ‘Competitiveness, growth and change process in the perspective of the organisational culture’. A Flores312
. Journal of Business and Economics 2013. 4 (4) p. .313

[Lall ()] Competitiveness, Technology and Skills, S Lall . 2001. Cheltenham, UK: Edward Elgar Publishing.314

[Aiginger ()] ‘Competitiveness: From a misleading concept to a strategy supporting beyond GDP goals’. K315
Aiginger . Competitive Review 2015. 25 (1) p. .316

[Kotter and Heskett ()] Corporate culture & performance, J Kotter , A Heskett . 1992. New York: A Division of317
MacMillan.318

[Kotter and Heskett ()] Corporate culture & performance, J Kotter , A Heskett . 1992. New York: A Division of319
MacMillan.320

[Booth and Hamer ()] ‘Corporate culture and financial performance: An empirical test of a UK retailer’. S Booth321
, K Hamer . International Journal of Retail & Distribution Management 2009. 37 (8) p. .322

[Hitka et al. ()] ‘Corporate culture as a tool for competitiveness improvement’. M Hitka , M Vetráková , Z323
Balá?ová , Z Danihelováa . Procedia Economics and Finance 2015. 34 (2) p. .324

[Park et al. ()] ‘Critical attributes of organizational culture that promote knowledge management implementa-325
tion success’. H Park , V Ribiere , W Schulte . J. Knowl. Manage 2004. 8 (3) p. .326

[Hofstede ()] ‘Dimensions do not exist: A reply to Brendan McSweeney’. G Hofstede . Human Relations 2002.327
55 (2) p. .328

[Mureithi ()] Effect of Financial Regulation on Financial Performance of Deposit-Taking Microfinance Institu-329
tions in Kenya, C Mureithi . 2012. Unpublished MBA Research Project, University of Nairobi, School of330
Business331

[Chilla et al. ()] ‘Effects of organisational culture on organisational performance in the hospitality industry’. H332
A Chilla , Y Kibet , M Douglas . International Journal of Business and Management Invention 2014. 3 (1)333
p. .334

[Matthews and Thompson ()] Ekonomika bankowo?ci, Polskie Wydawnictwo Ekonomiczne, K Matthews , J335
Thompson . 2007. Warszawa.336

[Denison ()] ‘Factors affecting firm competitiveness: Evidence from an emerging market’. D R Denison .337
International Journal of Financial Studies 11. Elif, A. (ed.) 1984. 2016. Wiley. 4 (9) p. . (Corporate Culture338
and Organisational Effectiveness)339

[Mwega ()] Financial Regulation in Kenya: Balancing Inclusive Growth with Financial Stability, F Mwega . 2014.340
407 p. . (Working paper)341

[Agborndakaw ()] Financial Regulations, Risk Management and Value Creation in Financial Institutions:342
Evidence from Europe and USA. An Unpublished Research Project for Master of Science in Finance343
Mathematics Minor: Banking and Finance, A Agborndakaw . 2010. University of Sussex344

[Freixas and Rochet ()] X Freixas , J.-Ch Rochet . Mikroekonomia bankowa, (CeDeWu, Warszawa) 2007.345

[Vacile and Nicolescu ()] ‘Hofstede’s cultural dimensions and management in corporations: Theoretical article346
case study’. A C Vacile , L Nicolescu . Cross Cultural Management Journal 2016. 18 (9) p. .347

[Vacile and Nicolescu ()] ‘Hofstede’s cultural dimensions and management in corporations: Theoretical article348
case study’. A C Vacile , L Nicolescu . Cross Cultural Management Journal 2016. 18 (9) p. .349

[Ogbonna and Harris ()] ‘Leadership style, organisational culture and performance: empirical evidence from UK350
companies’. E Ogbonna , L Harris . International Journal of Human Resource Management 2000. 11 (4) p. .351

[Buckley et al. ()] ‘Measures of international competitiveness: A critical survey’. P J Buckley , C L Pass , K352
Prescott . Journal of Marketing Management 1988. 4 (1) p. .353

9



13 CONCLUSION

[Carayannis and Campbell ()] Mode 3 knowledge production in quadruple helix innovation systems. 21st-century354
democracy, innovation, and entrepreneurship for development, E Carayannis , D Campbell . 2012. New York:355
Springer.356

[Villanova et al. (2000)] ‘On defining and measuring store image’. L Villanova , G Zinkhan , M Hyman .357
Proceedings of the Thirteenth Annual Conference of the Academy of Marketing Science, B J Dunlap (ed.) (the358
Thirteenth Annual Conference of the Academy of Marketing ScienceNew Orleans, LA) 2000. April. Academy359
of Marketing Science. p. .360

[Odiakaose ()] ‘Organisational culture and dynamics’. H Odiakaose . Global Journal of Management and Business361
Research: A Administration and Management 2018. 18 (1) p. .362

[Hafit et al. ()] ‘Organisational culture and its effect on organisational innovativeness in Malaysian higher363
education institutions’. N Hafit , I Asmuni , A Idris , K Wahat , NW . International Academic Research364
Journal of Social Science 2015. 1 (2) p. .365

[Rose et al. ()] ‘Organisational culture as a root of performance improvement: research and recommendations’.366
R C Rose , N Kumar , H Abdullah , G Y Ling . Contemporary management research 2008. 4 (1) p. .367

[Porter and Ketels ()] M Porter , C Ketels . UK Competitiveness: Moving to the Next Stage. DTI Economics368
Paper, 2003.369

[Gordon and Ditomaso ()] ‘Predicting corporate performance from organisational culture’. G Gordon , N370
Ditomaso . Journal of Management Studies 2012. 29 (6) p. .371

[Ketels ()] Review of Competitiveness Frameworks, C Ketels . 2016. Dublin. National Competitiveness Council372
(Report)373

[Kerçini (2013)] Some key elements on continuous improvement in Hospitality and Tourism. co-author, Poster in374
”Cultural Tourism across Borders, D Kerçini . 2013. 2013, 25th October 2013. (20th Anniversary of Economic375
Faculty International Conference)376

[Pandit ()] ‘Some recommendations for improved research on corporate turnaround’. N R Pandit . Management377
2000. 3 (2) p. .378

[Pandit ()] ‘Some recommendations for improved research on corporate turnaround’. N R Pandit . Management379
2000. 3 (2) p. .380

[Maseko ()] ‘Strong vs. weak organisational culture: Assessing the impact on employee motivation’. S B Maseko381
. Arabian Business Management Review 2017. 7 (1) p. 287.382

[Naranjo-Valencia et al. ()] ‘Studying the links between organisational culture, innovation, and performance in383
Spanish companies’. J Naranjo-Valencia , D Jiménez-Jiménez , R Sanz-Valle . Revista Latinoamericana de384
Psicología 2016. 48 (1) p. .385

[Schein et al. ()] ‘Talent management in organisations operating in Slovakia’. E H Schein , Inc Jossey-Bass ,386
Francisco San . Economic Annals 44. Stacho, Z., & Stachova, K. (ed.) 1985. 2013. 10 (1) p. . (Organisational387
Culture and Leadership)388

[Stacho and Stachova ()] ‘Talent management in organisations operating in Slovakia’. Z Stacho , K Stachova .389
Economic Annals 2013. 10 (1) p. .390

[Llewellyn (1999)] ‘The economic rationale for financial regulation’. D Llewellyn . FSA Occasional Paper Series391
1999. April. 1.392

[Otieno ()] The Effect of Corporate Governance on Financial Performance of Commercial Banks in Kenya, F393
Otieno . 2012. Unpublished MBA Research Project, University of Nairobi, School of Business394

[Porter ()] ‘The five competitive forces that shape strategy’. M E Porter . Harvard Business Review 2008. 86 (1)395
p. .396

[Peter et al. ()] ‘The Importance of Building Organisational Cultures for Effective Management of People and397
Organisations: A Case Study of Bushenyi Local Government in Uganda’. M M Peter , M Abel , D Twesige .398
Journal of Sociology 2014. 2 (3) p. .399

[O’connor ()] ‘The influence of organisational culture on the usefulness of budget participation by Singaporean-400
Chinese managers. Accounting’. N O’connor . Organisations and Society 1995. 20 (5) p. .401

[Vianney ()] The Relationship between Regulation and Financial Performance of Rwanda Commercial Banks.402
Unpublished MBA Research Project, K Vianney . 2013. University of Nairobi, School of Business403

[Gudmundsson et al. ()] ‘The Role of Capital Requirements on Bank Competition & Stability: The Case of the404
Kenyan Banking Industry’. R Gudmundsson , K N Kisinguh , M T Odongo . Kenya Bankers Association405
Centre for Research on Financial Markets and Policy Working Paper Series 2013. (5) p. .406

10


	1 Introduction
	2 II.
	3 Literature Review a) Organisational Culture
	4 b) Corporate Competitiveness
	5 c) Government Regulation
	6 Empirical Review on Organisational Culture, Government Regulation and Corporate Competitiveness
	7 III.
	8 Methodology
	9 IV. Data Presentation, Analysis and Findings
	10 Global Journal of
	11 Discussion
	12 VI.
	13 Conclusion

